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CHAPT:ER I
THE PROBLEM AND DEFINITION OF TERMS USED
Salary schedules have been developed to meet one
problem of personnel administration in the schools.

Like

any invention, they serve their purpose for a time and then
become obsolete due to social and economical changes.
Today 1 s salary schedule, as found in most schools, represent
past thinking, but no limit is set on what may be developed
for tomorrow.

There can be no doubt that the existing

pattern of salary scheduling has improved salaries for
teachers and is far better for all concerned than were the
hit-and-miss policies used prior to the development of such
schedules (29:260).
The Rockefeller Brothers' Fund report on education
states (22 :25):
The root problem of the teaching profession remains
financial. More perhaps than any other profession,
teaching needs dedicated men and women to whom pay is
not an over-riding consideration; but until we pay
teachers at least as well as the middle echelon of
executives we cannot expect the profession to attract
its full share of the available range of talents.
Salaries must be raised immediately and substantially.
I.

THE PROBLEM

Statement o f ~ problem.

It was the purpose of this

study (1) to state the functions of a salary committee, (2)
to list and describe the types of salary schedules most
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frequently used, and (3) to present provisions that may be
included in an adequate salary schedule.
Importance .Q.1

~

study.

The salary policy for

certificated personnel of a school district is the most
important single item of personnel policy in obtaining
quality education.

Whatever education takes place in a

school takes place between teachers and pupils (18:375).
The people, school board, administration, and teachers
should adopt a salary schedule that will draw and hold to
the district the highest quality professional teaching
personnel the district can afford (28:12).

In this study an

attempt has been made to illustrate some of the methods of
securing a workable salary schedule.
Limitation o f ~ study.

The materials used in this

study were obtained through a critical review of leading
periodicals and books, most of which are on file in the
library at Central Washington College of Education, Ellensburg, Washington.
II.
Increment.

DEFINITIONS OF TERMS USED
It is an increase in the annual salary

awarded to a school employee.
Merit~ salary schedule.

The merit type salary

schedule is a plan of paying salaries to teachers, super-
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visors, and administrative officers involving increases in
salary on the basis of proficiency rather than length of
service.
Position~ salary schedule.

As used in this

report, this is a plan adopted by a board of education for
the adjustment of salaries of employees according to the
position held, for example, elementary school teacher,
secondary school teacher, principal, supervisor, etc.
Preparation salary schedule.

It is a salary schedule

for teachers in which the compensation varies with the
amount of preparation required.
Professional preparation.

This term means the total

formal preparation for teaching that a person has completed
in a teacher education institution or the aggregation of
his experiences in positions involving educational
activities.
Salary schedule.

The salary schedule is a written

presentation of a planned scheme for determining the amount
of salary to be paid to a particular school employee (7:474).

CHAPTER II
THE SALARY COMMITTEE
In the past, the salary committee could have been
more effective had they followed the principles of effective
salary promotion.

Members of salary com.'Ilittees were often

appointed because their unit president felt they would be
willing or would not refuse to serve.
Frequently, meetings of the committee were not called
until midyear.

Then, hurriedly, the members of the committee

would attempt to get together some type of salary proposal
before contracts were to be issued.
Sometimes schedules have been presented which were
beyond the revenues of the district.

Conflicts developed

between administrators and classroom teachers and between
the board and salary committee have resulted in an ill will
that hindered salary progress in those districts for years
to come.

Teachers and unit officers became critical of

members of the salary committees because of their failure
"to get the raise," with the result that the incoming
officers usually appointed a complete new salary committee
to start from scratch the succeeding fall.
I.

RESPONSIBILITY FOR ORGANIZING
THE SALARY COMM:ITTEE

The initiative for developing a salary committee is
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a responsibility of the local teacher association officers
(25:4).

This is true whether the district is to work with

a teacher association-sponsored committee or an administration-sponsored committee.

Some large city systems may form

a central salary committee with representation from separate
employee organizations.

In any event, the local teacher

association officers should take the lead in working for
effective salary promotion through the selection and
appointment of committee personnel and development of a
program to promote a professional salary policy for the
district.

II.

PRINCIPLES FOR ESTABLISHING

AN EFFECTIVE SALARY COMMITTEE
The salary schedule should be developed cooperatively
by establishing a study group.

The committee should be

represented by teachers at the primary, elementary, junior
and senior high school levels; some supervisors; principals;
special service personnel, such as coaches and music directors; a representative from the superintendent's staff; and
a school board member (3:75).
The committee should be composed of six to twelve
members who are interested in finance, salaries, and. the
fiscal operations of the school district (8:169).

The

chairman of this group must be selected with great care
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and his extra-curricular load adjusted to give him ample
time for leadership of the committee.

Many times the salary

committee loses its experienced members at the end of the
year.

Then they start from the beginning the following

year, or there is no continuous salary committee at all

(5:10).
The six to twelve member salary comm.i ttee should
constitute the core of the group as far as organization
goes.

Later on it might be well to consider presenting the

proposed schedule to an advisory group which involves
members of the community.

In this way support can be built

among community leaders and their questions answered before
the final recommendation is made.
The salary committee should be appointed early in
the fall and begin holding meetings in September or October.
The first meeting must be concerned with setting up short
and long-range goals.

At this meeting information will be

gathered for planning the educational campaign.

It is

suggested that two or three general faculty meetings during
the year be devoted to a discussion of the material gathered.
III.

PRESENTATION TO THE SCHOOL BOARD

The salary committee should arrive at a salary program
to present to the school board at least two months before
the annual teacher's contracts are awarded.

School boards
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need time to evaluate the proposals and probable effects to
the personnel policy of the district and to fit them into the
school budget.
Many local salary coI!llllittees have found it effective
to invite the school board members to an informal meeting
during the winter before the final salary proposal has been
adopted.

At an informal coffee hour with the salary committee

acting as the host the schedule or plan could be gone over
in good will.

This would be more tactful than throwing the

proposal at the board cold or in a formal presentation a few
days before contracts must be issued.
Wben the right time comes for a formal proposal to
the school board, the presentation should be requested well
in advance through the superintendent.

The member of the

salary committee that presents the salary program must be
selected because of his discernment.

The proposals should

be brief, visual, and kept on a professional plane.

All

available charts, graphs, and supportive evidence to justify
the salary program must be used (25:25).
After the board has reached their decision, the
salary committee should meet and evaluate its progress.
The committee should determine what it could have done more
effectively, what materials and techniques ·were not of
particular use, and start planning for the next year-realizing that progress rests upon long range perspective
rather than the immediate present.

CHAPTER III
TYPES OF SALARY SCHEDULES
Salary schedules are usually classified as positiontype, preparation-type, and merit-type (1:499), the real
difference being the fundamental policies or principles
being carried out.

I.

THE POSITION TYPE SALARY SCHEDULE

The position-type salary schedule is based upon the
assumption that different amounts of preparation are needed
to teach children of various grades.

For example, the senior

high teachers would receive the most salary, followed by the
junior high school teacher; the lower the level of instruction the less salary is received.

The teacher w·i th the

highest salary also ·would need the most education.

Despite

the fact that there is little justification for this assumption, the position-type schedule is still being used, but
it was most common a few decades ago (24:233).
The position-type schedule has been defended on the
basis of its ease of administration because the level of
teaching determines the salary.

All teachers within a given

position are treated alike, and when the position is once
established, there is little administrative difficulty.
The chief weaknesses are that the position-type
schedule allows no reward for special service and assumes
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that elementary grades are far easier to teach than junior
or senior high school.

Studies point to the importance of

the early school years; therefore, the latter assumption is
not accurate (10:289).

Such schedules would tend to force

the best teachers from the elementary to the supervisory or
secondary school positions.

This type of schedule does not

make ample provision for rewarding elementary school work.

II.

THE PREPARATION TYPE SALARY SCHEDULE

The preparation-type salary schedule uses the
teacher's initial preparation or professional training as
the chief basis for determining the minimum salary to be
paid (23:336).

The same salaries are paid to all teachers

with equal preparation no matter what position they hold.
Teaching positions are of equal importance, whether in the
primary, intermediate, junior or senior high school; and
the chief basis for determining the salary is the preparation or professional training.

A teacher with four years

of preparation may be placed on a higher level of the
schedule after the completion of additional training, making
it possible for a teacher's advancement to be in the
position for which he is best fitted (10:290-1).

When the

preparation basis is once established, the salary schedule
is as easily administered as the position-type.
A limitation of the preparation-type schedule is the
measurement of teaching merit in terms of the initial

10

preparation of the teacher.

When advances are made auto-

matically on the basis of credits earned, it becomes very
easy for all teachers in a system to increase their salaries;
therefore, this results in an increased educational cost.
However, the preparation-type schedule is considered
superior to the position-type schedule.
The nineteenth biennial survey of salaries completed
by the National Educational Association Research Division
on urban school systems, showed that a major influence
causing the trends of difference in salaries paid for various
population groups has been the wide spread use of the
preparation-type schedule (17:4).
III.

THE MERIT TYPE SALARY SCHEDULE

From the salary schedule, such as position and
preparation-type, there has been a movement toward including
certain merit provisions for teachers of superior rating.
This causes many to say ,.difficult, if not impossible,'' but
there is nothing new or strange in the attempt to evaluate
individuals.
In some districts teachers' salaries may be based
upon position and preparation for the regular increment of
increase, but, in addition, teachers with an excellent or
superior rating may share in extra increases.
The greatest theoretic advantage of the merit-type
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schedule lies in the fact that it rewards teachers according
to their teaching ability, and through this selective
process a higher type of teaching efficiency is obtained.
The real difficulty in the administration of such a schedule
lies in the measurement of teaching ability (16:63).

CH.APTER IV
PROVISIONS OF AN .ADEQUATE SALARY SCHEDULE
Many provisions may be included in an adequate salary
program.

The provisions set down by the National Education

Association state (20:4):
1.

Minimum salaries should be high enough to attract
well-educated, promising young people to the
teaching profession.

2.

Maximum salaries should be high enough to retain
highly competent and professionally ambitious men
and women in classroom teaching.

3.

Equity of treatment of classroom teachers of like
qualifications and experience is essential.

4.

Annual increments should provide an orderly progress
to the maximum salary.

5.

The salary schedule should offer professional
stimulation through incentives in recognition of
professional qualifications.
These provisions may be used by the local salary

committee, but their use will depend upon conditions existing
in their district.
I.

MAXIMUM AND MDJIMUM SALARIES

The first consideration should be given to the overall
range that is going to be encompassed.

What should be the

maximum and minimum salaries?
In arriving at a minimum salary the rule of supply
and demand must be considered in order to attract the beginning teachers with the best credentials (6:196).

A district
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must have a high minimum salary to help them secure a more
proficient staff.
The minimum yearly salary listed by law in the state
of Washington is $2400 (19:38), but national research
indicates that at the start of 1960-61, thirty four states
required local school boards to pay minimum salaries of
$4000 or more to beginning teachers with bachelor's degrees.
One of the main factors to be considered. when determining the maximum is the optimum salary.

As stated through

research of the National Education Association, HMany school
district schedules have the classroom teacher's top salary
only two-thirds more than the minimum" (11:15).

II.

SALARY INCREMENTS

Salary increments constitute another factor in
determining salaries.

The number and s1-ze of salary incre-

ments will depend somewhat on the length of time to obtain
the maximum from the minimum.
The objective of increments should be to bring the
teaching staff financially above that of skilled labor and
on equal terms with persons of similar abilities.

Too often

increments are used as a device for postponing professionalization of teaching until a person is almost ready to retire.
The relative amount of increments should be granted
according to experience and training.

A person with a

Master of Arts degree should receive a larger salary increase
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than a person with a Bachelor of Arts degree.

The Bachelor

of Arts degree holder should receive larger salary increases
than the person with less than a Bachelor of Arts degree
(23:339-40).
The Washington Education Association's Annual Teacher's
Salary Study found that the lowest average salary increment,
nine years at $116 a year, was found to be in the middlesized second-class districts and large third-class districts
(250-999 enrollment).

The largest average salary increment,

twelve years at $195 a year, was found to be in the first
class districts (more than 20,000 enrollment) (26:19).

III.

PROFESSIONAL PREPARATION

One of the best established principles on which
salary schedules are based is the amount of professional
preparation of a teacher.

The major divisions are less than

the Bachelor of Arts degree, the Bachelor of Arts degree,
the fifth year, the Master of Arts degree or the sixth year,
the Master of Arts degree plus 30 semester hours of credit,
and the Doctor's degree.

The person with the most educa-

tion will receive a larger salary increase than persons
with less education (13:9).
The main reason for including the various classes in
the typical salary schedule has been to encourage further
study by the teacher.

This assumption has been based
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largely on evidence found i:r:. studies which tend to show that
salary increments correlate highly with attendance at summer
schools (29:261).
IV.

PRIOR SERVICE CREDIT

The amount of salary increments allowed for prior
service is of great importance to an experienced teacher.
Examples of prior service credit given by school districts
in the Salary Schedule Workbook are (18:17):
1.

In the employment of new teachers, outside
experience shall be granted full credit on the
schedule.--Mattoon, Illinois.

2.

Experience in other schools • • • shall count at
one-half value • • • not to exceed four years, for a
new teacher coming onto the staff. When the teacher,
however, has served her probationary period (two
years) and is placed on regular tenure in the DeKalb
schools, she shall assume her regular place in the
schedule, that is, full credit for past experience
will be allowed in determining her place in the
schedule.--DeKalb, Illinois.

3.

For experience up to a maximum of six years, full
credit shall be given. For experience beyond six
years, one additional year of credit shall be given
for each two years of experience. The maximum credit
allowed shall be ten years.--Easton, Connecticut.

4.

For those entering the district with teaching
experience • • • total credits up to and including
five years will be given on the basis of one year
for each two outside years • • • • No fractional
credit will be granted on the salary schedule.
Corona, California.
V.

EXTRA CURRICULAR ACTIVITIES

In theory the teaching load should be equalized and
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teachers paid salaries according to their schedules.

Many

school systems are understaffed, and complete equalization
of the load is almost impossible; therefore, the administration must assign extra duties to some of the staff.
The extra assignments whereby extra pay is most often
provided are (1) coaching athletics, (2) coaching dramatics,

(3) directing music, and (4) sponsoring school publications
(14:1).

The amount of extra pay will vary from school to

school.
An example of one method of figuring a system to

pay teachers for extra work has been shown in Salary
Developments.

It states (12:5-6):

In Roslyn, Long Island, New York, an outstanding
effort to produce an objective method of settling pay
rates for extra work has been conducted by the teachers.
After maldng an exhaustive study of the most appropriate
research in this controversial area, the committee
selected nine criteria for rating activities.
• • • • • • • • • • • • • • • • • • • • • • • • • • • •

Committee members assigned point ratings of one to
five for each criterion, and a weighted score was thus
obtained for each of the nine factors. The activitycriteria were placed in numerical order and an amount of
$10.00 per point was established to determine the rate
of pay.
Sample activities and point-rating derived through
this Supplementary Salary Scale Study are as follows;
Director of Athletics, 85 points; Varsity Basketball,
69 points; Annual Yearbook, 44 points; and One-Act Play,
17 points.
VI.

FRINGE BENEFITS

Military service.

In some districts credit is given
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for military service.

Usually this is done only if the

military service constituted an interruption to a previously
begun teaching career (2:48).

Again, this will vary from

district to district, some districts giving full credit
while other districts give only half credit.
Leaves of absence.

Leaves of absence are usually

classified in four main categories.

These are (1) sick

leave for reason of personal health, (2) illness or death
in the immediate family, (3) professional leave for short
or long periods of time, and (4) to observe religious
holidays (9:385).
The types of leaves of absence will depend on the
rules of the local school district, but since the school
year 1959-60, all districts in the state of Washington
have had to allow each teacher ten days sick leave a year,
accumulative to 180 days.

CHAPTER V
SUM}1ARY

This paper has been an attempt to consider some of
the varied problems that may be confronted in the building
of a salary schedule.
Each item of the schedule must be economically and
educationally sound, closely checked, and discussed.

When

the outline is complete, it should then be gone over again
and again to see that it provides for all these factors or
as many of them as seem possible or desirable.
The local teachers' association officers should be
responsible at all times for organizing and maintaining a
salary committee.

When the schedule is in the final stage,

the committee must decide upon a method of presenting it to
the school board.
The types of salary schedules must be studied and
understood.

When there is a final decision on the type of

salary schedule which will fit the needs of the local
teacher group, it should be presented to the school directors
for consideration.
It is highly doubtful that any salary committee will
ever develope a schedule bordering on perfection; however,
the efforts of the committee will not be in vain.

The

ultimate goal is best illustrated by the Citizens' Committee
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Reports and Recommendations (27:103).

It states:

Teachers• salaries in Washington should be made
commensurate with the dignity and importance of the
profession, the high responsibilities of the classroom
teacher to our young people, the need for continuous
improvement of teachers, and the compensation received
by other professional persons of like educational background and qualifications. Under present economic
conditions this requires (a) a starting salary in the
neighborhood of $5,000 per year, and (b) the possibility
of more than doubling the beginning salary during a
teaching career without moving out of the classroom
into administrative or supervisory positions. Local
school directors and the Legislature should act to
implement these goals.
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